Banks and financial institutions of Bangladesh invest a large amount of money for training purposes in building and enhancing capacity of their human resources. But whether this investment is effective or not is a question often asked by the policymakers of these institutions. These institutions usually train their employees by using off-the-job training methods like seminars, workshops, lectures, etc. along with on-the-job training methods to improve the performance of the employees. A lion's share of training budget is usually used for off-the-job training purposes that add value for the development of knowledge, skills and abilities (KSA) of the employees'. But the effectiveness of these training methods is often questioned due to traditional lecture-based training sessions. To make the employees more attractive to training programs, interactive and value adding training methods can increase the effectiveness of the training. Hence, this paper aims at identifying the factors that can improve the effectiveness of the off-the-job training methods in commercial banks of Bangladesh. This study used both qualitative and quantitative research methods. A survey was conducted among the bank officers who received off-the-job training with structured questionnaire. A total of 300 bank officers at different levels of the banks were interviewed. Eight leading private and public commercial banks were included in the survey. Factor Analysis was used to identify the factors related to the effectiveness of off-the-job training methods while Multiple Regression was used to identify the relationships between the overall effectiveness of the training and the effectiveness factors related to off-the-job training. Results show that the effectiveness of the off-the-job training methods depends on four significant factors such as, acquiring knowledge and skills, logistics support, invitation of comments by the trainers and participation of the trainees, and participation of the trainees in Training Needs Assessment (TNA). This study suggests that off-the-job training methods can be made more effective by ensuring effective delivery of knowledge, providing proper logistics supports, engaging trainees in training sessions, and ensuring participation of the trainees in training need assessment processes of the banks.
Introduction
Banking activities are very important in the context of economic development of any developing country like Bangladesh. Commercial banks have been playing important role by providing investible funds to both the public sector and specially the private sector. Commercial banks have been facilitating payment, finance and risk management services to this sector. As of June, 2018, the total number of bank accounts in Bangladesh stood at 92.10 million, while the total amount of deposits stood at Tk. 10,38,694.36 crores. The total sum of loans increased from Tk. 211,065 crores in 2008 to Tk. 847,012.22 crores in 2018 which is more than 400% raise in this period of time. The total number of banks also rose from 47 in 2008 to 58 in 2018 (Note 1). Hence, training effectiveness of training programs is an instrumental for the growth and development of this sector. and external environment (Banna, 1995) . Undeniably, a well trained and developed employee is considered as valuable asset to the banks and thereby increases the chances of their efficiency in discharging their duties (Hameed, Rajinikanth, & Mohanraj, 2014) .
In banks, the methods commonly practiced in training are: On-the-Job Training Methods, Job Instruction Technique (JIT), Demonstration and Simulation, Apprenticeship (Foundation training), Class Room or Off-The-Job Training, etc. Bank provides long duration i.e., week-long or a month-long training to the apprentice as they initially join the bank as fresher. Bank branch managers act as mentors and provide on-the-job training to the new employees. Banks use different training techniques and methods which are mostly related to enhancement of knowledge, skills and abilities of the workers. The trainings are primarily related to banking laws, regulations and guidelines, customer services, marketing techniques, etc. Most of these training programs are off-the-job training in nature. For the achievement of the banks goals, the effectiveness of these off-the-job training methods plays a very important role. Hence, this study aims at measuring the effectiveness of the off-the-job training methods in the commercial banks of Bangladesh.
Objective of the Study
The main objective of this study is to identify the factors related to the effectiveness of the Off-the-Job Training Methods used by the commercial banks of Bangladesh. The specific objectives are as follows.
 To identify the factors related to the effectiveness of off-the-job training methods in commercial banks of Bangladesh;
 To identify the significant factors concerning the effectiveness of off -the-job training methods;
 To examine the relationships between the effectiveness factors and the overall training effectiveness of the commercial banks in Bangladesh.
Literature Review
A lack of basic knowledge of banking risks and value drivers by the boards and senior managers of the failing banks were implicated in the banking crisis. These knowledge problems concerned banks' understanding of their organization, intermediation and risk management in an active market setting characterized by rapid economic and organizational change. Khanna and Arora, (2009) , identified lack of training' as the important reasons for bank frauds. Thus, the failing banks ignored or were unaware of this knowledge and hence experienced acute difficulties with learning the new knowledge needed to address the new problems thrown up by the financial crisis. By ensuring greater bank learning, knowledge creation, and knowledge use, governments and regulators could help reduce individual bank risk and the likelihood of future crisis (Holland, 2010) .
Training and development is beneficial much to employee but the organizations is endowed with its eventual advantage in long run, because the end user of each benefits is the organization itself (Raja, Furqan, & Muhammad, 2011) . According to Herman and Kurt (2009) , the benefit of employee training improves organizational performance such as productivity & profitability, effectiveness, operating revenue per employee (RPE), consequently other results that are also directly and indirectly related to the organizational performance. In this regards, he further mentioned the direct factors of organizational performance as cost effectiveness, improved quality and quantity and employee turnover, organization's reputation, social capital as indirect factors. Even training is a very costly investment in any organization. However, to optimize its effectiveness and efficiency is critical (Martin, Barbara, & Kolomitro, 2013) . Over the year, researcher study on training and development as a part human capital development. Training and development has been acknowledged to be a very important component of organizational performance. According to Raja and Farqun (2011) there is a positive relationship between training design and organizational performance. Similarly, training and development affects employees' performance and organizational effectiveness. Training methods could be classified as cognitive and behavioral approaches.
Smith (2002) had shown 'off-the-job training' as a supplement for workplace learning even though initially he did not put much value to off-the-job training. In his research, he found that the young people gained more of an appreciation, during the course of the year as like off-the-job training had to offer. Some researchers successfully developed linkage between training program (off the job) and employee learning or subsequent performance (Morganand Casper, 2000) , relationships between training and learning (Amin, Saeed, Lodhi, Iqbal, & Tehreem, 2013) . In the training program, trainee reactions are multidimensional and evaluating trainee reactions may develop true relationship to other measures of training effectiveness (Morganand Casper, 2000) .
Banks around the world are signifying its' effort on 'lecture method training' visa vie 'off-the-job training method to expedite employee efficiency. In Malaysian Banking Industry, a high proportion of planned on-the-job training and lecture methods (off-the-job training) were reportedly being utilized in training of their banking sales personnel (Jantan & Honeycutt, 2013) . The study also exposed that market-oriented topics generally offered to those salespeople who attended more than 7 days training duration. Some Russian banks was unable to pay for expensive outside training programs, may have to use multimedia and Internet-based training as the only alternative to not having any training at all (Ardichvili & Gasparishvili, 2001 ). According to Atiyyah (1993) , training programs were usually evaluated via questionnaires distributed to the trainees to give their opinions on the quality of instruction, programmes materials, and suitability of the training techniques. Altarawneh (2009) emphasized on evaluation of external T&D programmes (off-the-job training) regularly in Jordanian Banking Organization. Karadimas & Rigopoulos (2006) suggested in their study to improve bank's e-learning environment, synchronous learning tools facilitate to develop the reading material and audio-visual technique along with discussion boards, groupware and use of multimedia creates a good plat form to learn specially IT professionals in Banks.
Training methods could be classified as cognitive and behavioral approaches (Alipour, Salehi & Shahnavaz, 2009) . Cognitive methods also refer as off the Job training method, provides verbal or written information, rules for how to do something and exhibits relationships among concepts. Cognitive training techniques (off-the Job training) have significant effect on employees' optimal performance self-efficacy and creativity (Falola, Osibanjo, & Ojo, 2014) .On the other hand, researchers like Abang, May, and Maw (2009), pointed out that Lynch and Black in their studies revealed that only off-the-job training improves organizational performance whereas on-the-job training does not.
There are two other specific training methods -conceptual models and motivational planning & management (Bostrom, 1988) . Motivational planning & management is the identification of a learning motivation process through the trainee can be motivated to learn and having a high motivation after training to continue learning. According to Herman and Kurt (2009) , several procedures are effective at increasing the benefits of training of the organization. In his study, he suggested some way outs. First, organizations should conduct a needs assessment using experienced subject matter experts to make sure trainees are ready and motivated for training. Second, In terms of training design, organizations should apply theory-based learning principles to encouraging trainees to study the training content, ensure trainees prompt effort in acquisition of new skills, and providing trainees with an opportunity to make errors together with explicit instructions to encourage them to learn from these errors enhances the benefits of training. Finally, state-art-technology should adopt for efficient training delivery.Many teachers and trainers shift the subject from teaching or training on the intended curriculum to teaching the aid technology itself (Ewain, 2005) . Therefore, promotion and awareness about training with technology is essential during training delivery.
Many researchers point to the importance of considering off-the-job training effectiveness factors such as self-efficacy, training budget, supervisory support and opportunity to perform as moderators of the relationship between training and transfer of training back to the work environment (Lisa & Holly, 2007) . A training program is inadequate until training methods and results are not evaluated and training effectiveness depends on a systematic approach of measurement and evaluation. Recognition of the training methods and measurement techniques are crucial for the organization's training success (Alipour, Salehi, & Shahnavaz, 2009) . In this connection, many researchers believe and conducted their research incorporating the model for measuring training effectiveness as developed by Donald Kirkpatrick's in late 1950.This model perceived benefits of training from the perspective of various stakeholders in the process, including those who participate in training, and those who fund it i.e. organizations (Jeremic, Jovanovic, & Gasevic, 2009 ).
The application of Social Cognitive Theory (SCT) in various field of psychology, education and communication lights on individual's knowledge acquisition which is directly related to the observation within the context of social interactions, experiences, and outside media influences. It acknowledges the human thought, affect, and behavior that are influenced by observation as well as by direct experience (Bandura, Albert & Walters, 1977) . Hence, the underlying concept of Social Cognitive Theory (SCT) is applicable for off-the-job training that is concerned with role playing, lecture and vestibule training. These may influence the perceptions of the trainee to enact their behaviors or give confidence to them and the training becomes effective.
Based on literature review, a conceptual framework of this study has been developed focusing on the personal, behavioral and environmental aspects of the trainees for measuring the effectiveness of off-the-job training in commercial banks of Bangladesh ( Figure 1 ). 
Research Methodology
This research is based on secondary and primary data sources. With the secondary sources, data were obtained from various journals, books, research monographs and other publications on training and development. A purposive sampling method is used in view with the study purpose exactly those undertaken the off-the-job training recently. The populations of the study are Private and Public commercial banks of Bangladesh.
Respondents' Profiles

Age & Gender Distribution of the Respondents
Age and gender are important determinants for the effectiveness of training (Van Den Besselaar & Sandström, 2016) . The respondents who were surveyed and interviewed are at the age group from entry level to senior manager. Age group facilitates to understand the number of freshmen employees who have less or no experience and mid level managers who have experience. Study shows that 11.0% of the respondents are at the category of freshman who need training more and 58% of the represents are at the age between 26-33 years who already availed training several times. Likewise, 27.3% & 3% from the age group of 34-41 years and 42-49 years indicate that these respondents are skilled and knowledgeable with a stable banking career. In this study, 2 respondents were interviewed who are policy makers of the bank.
Among the respondents, only 18.7% of total numbers of bankers are female. Hence, sample comprised of 244 male officers and only 56 female officers. Total 300 employees were selected from eight private and public commercial banks of Bangladesh who have recently received training from their banks out of job location (Table  1) . 
Educational Qualifications and Job Category in Banks
The banking recruitment process in Bangladesh demands a Master degree preferably from government accredited universities and colleges for both private and public sector banks. Persons with higher degree from internationally recognized institutions are also encouraged to apply for banking jobs in Bangladesh. During professional career in banking, bankers are expected to go through specialized courses such as, banking diploma, anti money laundering course, foreign exchange and credit specialization course, customer service course, etc. Generally, students from business background sought like banking profession. Among 300 respondents, 89% have their masters' degree and 10% have bachelor's degrees. Only 1% of the respondents have completed post graduation degree in banking diploma (Table 2) . It is worth to mention here that the banks in Bangladesh possess higher education degree in terms of recruiting its employees. Recently, banks encouraged their employees to do post graduation degree in banking diploma.
According to management hierarchies, 76.7% respondent employees are at the entry level, 17% at the mid level, 4% is at the upper level, 2% are head of branch, and the rest of the employees are senior management (Decision Maker). Off-The-Job training facilitates mostly entry level to upper mid level employees including bank managers (Table 2) . 
Working Experience
The highest numbers of respondent employees are comparatively young and have less than five years of working experience (60%). Only 22% respondents have 5-10 years of experience. Whereas, 15% of total respondents have 10-15 years working experience and 3% have 15-20 years experience (Table 3) . 
Sample Design and Determination of Sample Size
At the end of June 2016, the total numbers of bank branches in Bangladesh are 9453 (Note 2). There are more than 100,000 employees in banking industry of Bangladesh in 58 banks of the country. Hence, the sample size of this study was determined by using the following formula suggested by Yamane (1967).
Where, n is the sample size, N is the population size, and e is the level of precision. For this study, level of precision is presumed as 0.07 and the population size is 1,00,000. Putting these values in the above equation, the required number of sample size becomes approximately 204. This study interviewed 300 bank employees from 8 banks under study. This figure is well above the critical sample size of 204 for using multivariate analysis (Hair et al., 1998).
Questionnaire Design
The general objective of this study is to identify the factors of Off-The-Job Training effectiveness in commercial banks of Bangladesh. Accordingly, major variables for Off-The-Job training effectiveness were taken into account to develop the questionnaire. Hence, a five point Likert scale questionnaire was designed for the survey. The key variables or factors of Off-the-Job training effectiveness are: development of KSA (Knowledge, Skill and Ability), manager's cooperation, scope for self-assessment regarding training needs, training quality, TNA, training methods, training evaluation, job performance and confidence level of employees, and logistic support for training, etc.
Data Collection and Data Analysis
The primary source employed with the use of both qualitative and quantitative methods through the administration of questionnaires and interview of senior managers, head of branches and conducted survey to entry level to mid level employees. The data on quantitative and qualitative were analyzed through the use of SPSS and content analysis respectively.
Results and Discussions
The section discusses training importance to the trainees, the training policies of the commercial banks, and the results of factor analysis and multiple regression analysis.
Training Importance, Training Policy and Trainers Performance
Respondents were inquired whether academic knowledge and degrees are adequate to do banking jobs in commercial banks in Bangladesh or not. In response, 97.3% of the respondents expressed in favor of training apart from academic degree. They strongly believe that academic knowledge is not sufficient for banking job rather training enhances employees' operational abilities to perform financial activities and other specialized jobs of the banks (Table 5) .
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International Journal of Business and Management Vol. 14, No. 9; 2019 Respondents were also asked about the HR training policy of the Banks. Majority (56.3%) of the respondents opined that their banks do not have structured HR Training Policy. While, 43.7% answered that they have training policy in their banks (Table 6 ). Hence, it clear that the banks should have adequate training policy and budget for it. Commercial banks in Bangladesh mostly depend on experienced bankers, in house faculty or skilled employees, to provide adequate training. Sometimes, banks outsource trainers from other banks, training academies, and organizations as per the requirements to conduct the training sessions through sharing their knowledge to ensure quality training at the banks. In this connection, 79% respondents are opined as positive and satisfied about the in house and outsource trainers providing quality training. However, 21% of the respondents did not agree about the training conducted by the present trainers. This percentage is quite significant because they believe trainers are not adequate and well equipped for providing quality training at their banks (Table 7) . 
Results of Factor Analysis
The study was conducted to identify the effectiveness factors of off-the-job training methods in commercial banks of Bangladesh. Factor analysis results show that the commonalities of the variables concerning workers' engagement are very high indicating that the data set has higher level of relationships among them (Table 8) .
International Journal of Business and Management Vol. 14, No. 9; 2019 Factors analysis results also show that there are four factors related to the effectiveness of the off-the-job training methods in commercial banks of Bangladesh. The factors are: (i) acquiring of knowledge and skills, (ii) logistics support, (iii) invitation of comments and participation of the trainees, (iv) trainees participation in training needs assessment ( Table 9 ). The most important factor is acquiring of knowledge and skills (42.74%) followed by logistics support (8.36%), invitation of comments and participation of the trainees (5.17%), and trainees' participation in training needs assessment (3.82). Table 10 shows the rotated component matrix of the effectiveness of off-the-job training methods in commercial banks of Bangladesh. It shows that all the factors constituted by the variables have higher level of factor loading indicating that the variables have higher level relationships with the effectiveness factors.
Acquiring Knowledge and Skills
This study found that the employees see off-the-job training as important method for acquiring more knowledge and managerial capabilities. It improves employee skills and work performance.
Logistic Support
In banks, logistic support related to training referred as foods and snacks provided during training, location, seating arrangement, venue environment, training quality, absence of distraction in class, eequipment (sound system, High Quality board etc), facilities (accommodation for longer training), technical information (content, e-reading material, etc). Through the logistic support, trainer and trainee relationship becomes more interactive and reciprocal.
Scope of Participants' Class Engagement
Allowing trainees to speak and share their opinions and comments enable trainer to deliver effective lecture. Both way response improves class participation and thus enhance more understanding of participant regarding the content of the training.
Trainees Participation in Training Need Assessment (TNA)
Training Need Assessment (TNA) is to be conducted before planning the training. In this accord, training evaluation will be easier and revised plan might be formulated for further improvement. Bank can be benefited from this training programs .641
There was adequate emphasis on developing managerial capabilities .471
Factor 2 Logistics Support
All the logistic supports were available during the training .811
Foods and snacks were enjoyable for me .760
Training location was excellent and attractive to me .725
I am satisfied with this training given by my bank .679
There was no disturb at the time of training .624
It was well planned .472
Training was transparent to me .426
Factor 3 Invitation of Comments and Participation of the Trainees
Instructor invited comments and participation of the trainees .704
Instructor was knowledgeable and experienced for this training .694
My confidence at work was improved after the training .647
Training provided opportunity for newcomers to learn about the bank .637
The course content of the training program was relevant to follow .605
The training was given in a pace which was understandable to me .533
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Results of Regression Analysis
The results of regression analysis show that all the four effectiveness factors of the off-the-job training methods in commercial banks of Bangladesh can explain the dependent variable by 55% (R Square) indicating that the model is important (Table 11 ). This study covered 55% of the factors that have connection with the effectiveness of the off-the-job training methods in commercial banks of Bangladesh. The other factors, which were not covered in this study, might be concerned with the external factors which are beyond the control of the trainees. Analysis of variance (ANOVA) shows that four factors are significantly related to the overall effectiveness of the off-the-job training methods in commercial banks of Bangladesh (Table 12) . a. Predictors: (Constant), REGR factor score 4 for analysis 3, REGR factor score 3 for analysis 3, REGR factor score 2 for analysis 3, REGR factor score 1 for analysis 3.
b. Dependent Variable: Considering all the factors mentioned above I think the off-the-job training given to me was effective.
The individual factor relationships with the overall effectiveness of the off-the-job training methods in commercial banks of Bangladesh show that all four factors such as, acquiring of knowledge and skills, (ii) logistics support, (iii) invitation of comments and participation of the trainees, (iv) trainees participation in training needs assessment are significantly related to the overall effectiveness of the off-the-job training methods in commercial banks of Bangladesh (Table 13 ). This means, if there is a change of each of these factors there will be a significant change in the overall effectiveness of the off-the-job training methods in the banks. a. Dependent Variable: Considering all the factors mentioned above I think the off-the-job training given to me was effective.
Source: SPSS Data Analysis.
Conclusions and Recommendations
This study aims for the identification of the factors concerning the effectiveness of off-the-job training methods in commercial banks of Bangladesh. Majority of the trainees think that training is important for enhancing their skills and banking knowledge to perform error-free transactions and others operational and technical jobs in banks. They agreed on degree is not enough in this regards. However, majority banks do not have training policy that can ensure effectiveness of the off-the-job training of their employees. In-house trainers and outsourced expert trainers are more effective for effective off-the-job training in the banks.
This study identified that there are four factors related to the effectiveness of the off-the-job training methods in commercial banks of Bangladesh such as, acquiring knowledge and skills, logistics support, inviting comments and participation of the trainees, trainees' participation in training needs assessment process. The most important factor is acquiring of knowledge and skills through training. The analysis also shows that all the effectiveness factors of the off-the-job training methods in commercial banks of Bangladesh are significantly related to the overall effectiveness of the off-the-job training methods. This means, if there is a change of each of these factors there will be a significant change in the overall effectiveness of the off-the-job training methods in the banks. This study recommends that the off-the-job training methods can be made effective by ensuring delivery of knowledge and skills, confirming logistics support, engaging the trainees in the training session and making sure that the trainees are participating in training needs assessment process. This study only identified the factors related to the effectiveness of the off-the-job training methods in commercial banks of Bangladesh. However, there is an ample scope to conduct further study to identify the effectiveness factors of on-the-job training methods in commercial banks of Bangladesh.
